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Introduction:
The atypical work is regularly identified with dubiousness even during development and great monetary conditions (Lang, 2013).
In the past couple of years, the UK has encountered a significant increase in both employment as well as “atypical contracts” as a major ascent in business and in the quantity of UK specialists who are independently employed, on zero hour contracts or working through organizations (Clarke, 2017).
The aim of this assignment is to explain the changes in the types of contract that workers have known all over decades.
This assignment will describe and investigate atypical contracts and it increases in recent years. It will examine term time working and psychological contracts such as zero hours contracts including my retail experience. 

Chapter A: Atypical contracts 
What is an atypical contract? 
Atypical contracts can be characterized as a contract which cannot be complied with a standard, open-finished and full-time contract. This can envelop numerous sorts of agreement such as fixed-term, part-time, casual, temporary and occasional.
The Eurofound investigates in 2010, the exceptionally atypical types of contracting, for example, working less than ten hours weekly under part-time jobs, also short settled term contracts, and zero-hours contracts.
Based on the examination, it has been found that the sort of specialists occupied with exceptionally atypical types of work has a tendency to be heterogeneous, and they are those who extend with a low-talented labourer on regular contract to profoundly gifted experts on short and tasks centred contracts (Eurfound, 2010).
The growth of atypical contract:
Recently, the number of these kinds of agreements has been developed and with no doubt, various alterations of the rights and insurance of labourer are expected to adjust to these new types of contracting in order to protect the employment relationships.
Based on the later research authorised by the European Parliament into problematic business illustrate in last couple years, it has been an expansion in the commonness of atypical contracts in Europe.
As result, the examination statistics demonstrate that the sexual orientation measurement to atypical contracting shows that men are more probable than ladies to engage in a full-time permanent contract at 65% compared with 52% for women, whilst ladies a significantly more likely than men to engage in a part-time contract.
Moreover, the employment relay on the level of education and the age of the employee. If a worker has the lower level and the lower age, the probability of being employed on a standard contract diminishes. Based on the studies, half of the mature employees are aged between 15 to 24 and work part-time temporary/permanent jobs, while 64% of a full-time jobs go to those with higher education (EurWork, 2017).
Some kinds of atypical contract:
· Employee sharing: the most well used in full/part time permanent, where an individual would be chosen and interviewed by a group of HR
· Interim administration: this kind of jobs is where profoundly talented specialists are employed briefly for a particular venture or take care of a particular issue and incorporate outside administration limits in the association.
· Casual work: where a business is not obliged to routinely give work to the representative, however, it has the adaptability of calling them in on request.
The advantages of atypical contract:
To start with, atypical contract try to build a good relationship between employment and productivity which increases the firm’s profitability and enables employers with flexible staff both in term of working and in term of engaging in different tasks. In addition to reducing recruitment costs and it help employees to get directly to the work (Svedaite, 2013).
The disadvantages of atypical contract:
In atypical contracts, some jobs need to train their employees, which might take time and money and lead to an internal conflict. Another thing is that most workers need to look for new jobs once their contracts have finished. As result, employees values decline as well as their loyalty in the workplace.
Moreover, most of the atypical contract’s salary is less than permanent jobs which lead to a competition between them (Tamosianas, 2013).

Chapter B: Term time working 
What is term time working?
Term time working permits both gender representatives to work amid scholarly term times, giving them an opportunity to go through with their kids amid school occasion especially those who have coordinate watching over school or nursery age youngsters.
Term time working enables representatives to stay on a lasting contract, however, enable them to take unpaid leave amid school occasions.
The benefits of term time working:
Term time contracts have various advantages for businesses and workers with local obligations.
Firstly, term time working may permit representatives who are guardians of school age kids to beat challenges of finding reasonable childcare amid school occasions. 
Secondly, increased relaxation time as it empowers carers to connect completely more with their youngsters even in school periods, making a harmony amongst work and family life.
Finally, regular compensation wherein in wages can be paid over the year time frame on an equivalent premise, as a result, there is no time in the year when staff are fiscally less fortune (Thecrownestate, 2013).
The drawbacks of term time working: 
However, working on a term time contract, workers should be considering a reduced in the payment, this kind of contracts will unmistakably prompt a fall in pay which would influence last annuity benefits.
As well as a perpetual change in the agreement: representatives might be issued with another agreement of work which lead to a no return back to their unique contract of work and any change must be consulted by common understanding.
Another aspect is returning to work after a long break, some representatives may experience issues in straightening out to the workplace.

Chapter C: Psychological contract
A psychological contract exists between singular representatives and their bosses and it is an arrangement of unwritten desires. And the idea behind psychological contract features is the way that worker and employer desire in the aim of taking the appear as an unstated presumptions. One example of psychological contract is the zero-hours contract (Armstrong, 2014).
What is a zero-hours contract?
Zero-hours contract is not seen as a legitimate term. According to a CIPD zero-hours contract is characterised as an understanding between two gatherings that one might be approached to perform work for another where there is no base set contracted hours.
The contract state the benefits that an employee would get in return on the off chance that they do work in term of payment, and in term of a turn down in work offered (Davies, 2018).
The growth of zero-hours contract:
Recently, in the UK, zero and short hours contract ending up being a component of work advertise. It’s been estimated a significant increase in the quantity of this kind of contracts expanding in 2013 and in 2015 by 1 million and 1.3 million respectively, and also more than 350,000 representatives get certification as working (8 hours per week) as part-time. 
Moreover, it has been demonstrated that roughly 25 % of businesses utilise zero-hours contracts. Compared to specialists on these agreements which might feel that are less required and they have limited chances in the aim of employment, also in term of enhancing the workplace abilities in comparison with representatives overall (CIPD, 2015).
My experience with zero-hours contract:
Based on my experience working with UNIQLO an organisation that was initially established in 1949, exactly in Yamaguchi, Japan. UNIQLO is a dress clothing organisation that was known as materials maker. After 69 years, UNIQLO becomes one of the most well known brands with 1000 stores worldwide.
Since the organisation’s birthplaces in 1949, UNIQLO has redefined clothing as special clothes both in term of quality and materials which has been relentless (UNIQLO, 2017).
UNIQLO employs directly part-time or full-time under their Human resources or zero contract by working through Freedom recruitment. 
I was chosen for a group interview in order to work in a zero fixed term contract 2 months in the Regent Street store, at the busiest time especially on Christmas without any written or signed contract. The company use to send me a text message a day before or in early mornings about if I’m available to work the next day and I have to reply to the message if I’m able to work. In Regent street store, It was me and 18 other colleagues with me working as zero hours contract.
The advantages of working in a zero-hours contract:
One of the main advantages that I gain while working with UNIQLO was that every time I was engaged in different duties, for example in the first month I was working in the second-floor menswear, and the next month, I was told to work in the stockroom, dealing with delivery.  Which make experience different kind of duties such as:
· Receive and store shipping materials in the stockroom
· Helping customers to find the product that they are looking for
· Keeping shop floor perfect and clean
· Displaying products
· Organise and oversee the stockroom
· Deliver stockroom materials to the store
· Experience in all parts of the stock control
Moreover, zero-hours contracts enable UNIQLO to boost the adaptability of their workforce more effortlessly and acclimate to varieties demand and it was a great suggestion for employers as well amid a financial downturn.
What is more, zero-hours contracts enables managers to diminish the underlying expenses related to enlisting and preparing staff in order to better oversee hazard (Pennycook, 2013).
The disadvantages of working in a zero-hours contract:
Zero-hours contract’s most fundamental issue is the legitimate and institutional system, which there are complexities concerning the work status of UNIQLO’s workers, there might be, accordingly, suggestions for business rights. As the company recruit differently, some zero-hours contract specialists may not, gather a similar business right regularly qualified for representatives, which may lead them to deny the security expected.
The vulnerability that outcomes from no ensured how many hours employee will work may make it hard to oversee family unit use in view of the fluctuation in income, potentially making it hard to pay fundamental outgoing, for instance, bills, and also it could be exacerbated by issues that could emerge in accessing tax credit.
Furthermore, zero-hours contract can exchange between working all day, low maintenance and no work at all which have an impact on managerial issues to be deferred, under or overpaid in term of making benefits (Mpepu, 2015).
· Personally, the first week working with the company, my aim was to gain more experience on retail and to improve my customer service benefit relations and abilities as a business connect with potential for vocation development. 
While the first weeks of work, my performance was high as I was doing my best I could do to finish my tasks in time, but then in next few weeks, I noticed that no one care about zero-hours employees either you finish you tasks on time or performed well, we were treated as a support to the company, not as an employee which does not motivate you to work harder.
Additionally, I didn’t feel that my skills have improved or I did gain any extra competency on retail compared of what I expected the first time. However, it was an additional financial resource to me to support myself.
Conclusion:
In my point of view, zero-hours contracts can offer flexibility that works either for employers or individuals. Some of the employees are satisfied working in a zero hours contract, however, others believe that this kind of contract is waste of time and stressful. 
I would suggest that the best way to use zero hours contract is by using it as an additional job, in other words, as an extra earning source of finance but they should make sure that they have a written procedure that explains policies of what will happens for instance when the work is cancelled.
Another suggestion would be that government should develop an agreed rule in the practice of zero hours contract by increasing awareness and understanding either in employees or employers and must have a written contract under agreed terms and conditions.

Working within zero hours contract was a good experience for me that made me conclude that written contract such as term-time working is the best choice specially for student. 
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